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The Australian Bureau of Statistics defines the Retail industry as ‘businesses 
mainly engaged in the resale of new or used goods to final consumers for 
personal or household consumption, or in selected repair activities such as repair 
of household equipment or motor vehicles’ (ABS 8622.0, 2000: 2). Hospitality is 
defined as ‘businesses whose primary activities are the provision of 
accommodation, selling of alcoholic beverages for consumption on the premises, 
provision of food and entertainment’ (ABS 8674.0).  
 
ABS statistics for the ‘retail industry’ are divided into three subdivisions: 
 
1. Supermarkets and grocery stores and other specialised food retailers are 
collected in a subdivision called ‘Food retailing’. 
 
2. Department stores, stores selling clothing and soft goods, footwear, 
furniture, floor coverings, hardware, recorded music, sport and camping 
equipment, toys, photographic and marine equipment, antiques, flowers, 
jewellery and newsagents are collected in a subdivision called ‘Personal 
and household goods retailing’. 
 
3. Motor vehicle, car and caravan retailing and automotive fuel retailing, 
smash repairs, tyre and auto parts retail and automotive service and repair 
outlets are included in a subdivision called ‘Motor vehicle and motor vehicle 
parts retail’. 
 
Unfortunately there are inconsistencies in the way that the ‘retail’ and ‘hospitality’ 
industries are defined across ABS publications. In the case of the retail industry, 
the labour force statistics include in the classification of ‘retail’ the subdivisions of 
food retail, personal and household goods retail and motor vehicle and parts retail. 
 
However, for business performance purposes ‘retail trade’ statistics include; food 
retailing, department stores, clothing and soft goods, household goods, 
recreational goods and an ‘other’ category, which includes pharmacy, antiques, 
garden supplies, flowers and jewellery retail. So for business performance 
purposes, motor vehicles and parts are NOT included. 
 
To further complicate matters, some parts of what would ordinarily be considered 
the hospitality industry are included in the ‘retail trade’ statistics as well. Retail 
trade statistics include hotels and licensed clubs, cafes and restaurants, video hire 
and hairdressing, but NOT accommodation.  
 
For labour force purposes, the ‘hospitality industry’ includes: accommodation 
services, cafes, restaurants and takeaway food, catering services, pubs, taverns 
and bars and clubs. For the purposes of this report, the group Accommodation, 
Cafes and Restaurants has been taken as comprising the ‘hospitality’ industry, 
even though it does not include casinos. 
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1 DEMOGRAPHIC PROFILE 
 
Size and structure of industry by employer characteristics  
 
When this research was undertaken, the ABS had not done a specific detailed 
retail industry report for Australia since the 1998-99 report was published in 2000. 
Subsequently, the Retail and Wholesale Industries, Australia (cat.no. 8622.0), 
2005-06 report was released on 17 August 2007. This publication uses data 
collected from a retail industry census of employing retail businesses which is only 
conducted every six years. Since the ABS advise that the classification system for 
retailers has changed in this collection and is therefore not directly comparable to 
previous data collections, it has not been included in this report, except where 
specifically noted. 
 
The demographic data contained in this report is therefore gathered from other 
ABS publications based on a variety of data sources. When examining the data on 
counts of businesses, the ABS recommends treating the data with some caution 
as the data are based on the number of individually registered Australian 
Business Numbers (ABNs). Some companies may operate multiple commercial 
activities using one ABN or alternately may register each different, but related, 
commercial activity under a separate ABN. 
 
There is another additional issue that affects the accuracy of the state based data 
as businesses can operate in more than one state/territory. Depending on the 
data source, in some cases, main state is derived from the main business 
address, in other cases, main State is the state or territory with the highest 
employment. Therefore, for some businesses “main state is not necessarily the 
state or territory of the main business address” (ABS 8165.0 Explanatory Notes). 
 
Table 1 below identifies the existence of a wide variety of retail outlets operating in 
Victoria as at June 2006. Data are not yet available for 2007, so it is not possible 
to observe recent trends in the data. The retail and accommodation, café and 
restaurants industries are notable for the large number of non-employing 
businesses which rely on family labour. The data is not available on numbers of 
employees employed in each type of retail business.  
 
Trend statistics for the retail trade show a decline in the number of non-employing 
businesses and rise in the number of employing businesses of all sizes (refer 
Table 2). Data are not available for the 2007 year, so it is not possible to make 
any observations in relation to the effect of WorkChoices on business numbers. It 
should also be noted that both industries experience a sizeable proportion of new 
business entries each year, as well as exits. For the retail industry in Victoria, 
there were 9321 (17.7%) entries in 2003-04; 9304 in 2004-05 (17.7%); and 8583 
entries in 2005-06 (15.7%). This was accompanied by 7973 (15.1%) exits in 2003-
04; 8684 (16.1%) exits in 2004-05; and 8237 (15.1%) exits in 2005-06. 
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Table 1 Retail Businesses by Employment Size, Victoria, June 2006 
 
Non 
employing 1-19  20+  Total 
Industry no. no. no. no.
5110     Supermarket & Grocery Stores 834 864 282 1980
5121     Fresh Meat Fish & Poultry Retailing 282 903 48 1233
5122     Fruit & Vegetable Retailing 270 408 42 720
5123     Liquor Retailing 243 372 33 648
5124     Bread & Cake Retailing 411 981 354 1746
5125     Takeaway Food Retailing 2505 3330 471 6306
5126     Milk Vending 87 48 3 138
5129     Specialised Food Retailing n.e.c. 972 735 63 1770
5210     Department Stores 69 27 12 108
5221     Clothing Retailing 1269 1791 186 3246
5222     Footwear Retailing 126 255 33 414
5223     Fabric & Other Soft Good Retailing 282 315 33 630
5231     Furniture Retailing 378 630 78 1086
5232     Floor Covering Retailing 120 291 6 417
5233     Domestic Hardware & Houseware Retailing 1017 1026 141 2184
5234     Domestic Appliance Retailing 1296 1449 204 2949
5235     Recorded Music Retailing 129 120 15 264
5241     Sport & Camping Equipment Retailing 309 531 63 903
5242     Toy & Game Retailing 135 174 15 324
5243     Newspaper Book & Stationery Retailing 636 903 156 1695
5244     Photographic Equipment Retailing 66 57 15 138
5245     Marine Equipment Retailing 93 90 6 189
5251     Pharmaceutical & Cosmetic Retailing 630 951 273 1854
5252     Antique & Used Good Retailing 696 366 30 1092
5253     Garden Equipment Retailing 384 420 51 855
5254     Flower Retailing 276 396 9 681
5255     Watch & Jewellery Retailing 339 459 27 825
5259     Retailing n.e.c. 3318 2190 195 5703
5261     Household Equip. Repair Serv. (Electrical) 729 552 12 1293
5269     Household Equipment Repair Services n.e.c. 345 201 6 552
5311     Car Retailing 492 597 222 1311
5312     Motor Cycle Dealing 150 216 21 387
5313     Trailer & Caravan Dealing 45 60 12 117
5321     Automotive Fuel Retailing 441 717 102 1260
5322     Automotive Electrical Services 417 417 15 849
5323     Smash Repairing 957 1158 123 2238
5324     Tyre Retailing 213 321 18 552
5329     Automotive Repair & Services n.e.c. 2841 3432 108 6381
5710     Accommodation 1632 1395 342 3369
5720     Pubs Taverns & Bars 372 783 516 1671
5730     Cafes & Restaurants 2019 4998 1089 8106
5740     Clubs (Hospitality) 159 165 153 477
Source: ABS 8165.0 Counts of Australian Businesses, Table 1.11 Businesses by Industry Class, by Main 
State by Employment Size Ranges, June 2006.  
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Table 2 Retail Businesses by Number of Employees, Victoria 
Retail 
Trade 1-4 5-19 20-49 50-99
100-
199 200+ 
Total 
employing 
Non 
employ
ing
 no. no. no. no. no. no. no. no.
2003–04 11944 8250 1968 553 274 177 23166 5532
2004-05 13899 9357 2220 606 294 174 26550 4932
2005-06 16466 10357 2422 629 298 184 30356 4527
Source: ABS 8165.0 Counts of Australian Businesses, June 2003 to June 2006, Table 1.7 Businesses by 
Industry Division by Main State, by Employment Size. 
 
The data are not available on the total number of employees in each type of retail 
business, so it is not possible to draw conclusions about the level of concentration 
of employment within the retail industry. 
 
A similar situation exists in relation to statistics on the total number of employees 
across the various divisions of the hospitality industry. Trend statistics for the 
accommodation, cafes and restaurants industry again show a decline in the 
number of non-employing businesses and increase in the number of employing 
businesses of all sizes ( refer Table 3). Again, there are considerable fluctuations 
in the numbers of accommodation, cafes and restaurants operating over the 
course of a year as new businesses open and others close. In 2003-04 there were 
2941 (24.2%) new businesses opened; in 2004-05 2856 (22.1%) new businesses 
and in 2005-06 2596 (19.4%) new businesses. Accordingly, in 2003-04, 2172 
(17.8%) businesses exited the industry, in 2004-05, 2421 (18.7%) businesses 
exited and in 2005-06, 2355 (17.6%) businesses exited.  No data are available for 
the period from June 2006-07. 
 
Table 3 Accommodation, Cafes and Restaurant Businesses by Number of Employees, 
Victoria 
Accommodation
, Cafes and 
Restaurants 1-4 5-19 20-49 50-99
100-
199 200+ 
Total 
employing
Non 
employ
ing
 no. no. no. no. no. no. no. no.
2003–04 1845 2359 1053 403 175 60 5895 1371
2004-05 2370 2979 1254 456 180 61 7300 866
2005-06 3194 3713 1421 492 182 65 9067 793
Source: ABS 8165.0 Counts of Australian Businesses, June 2003 to June 2006, Table 1.7 Businesses by 
Industry Division by Main State, by Employment Size. 
 
These figures highlight the volatility of the relevant sectors. It is notable that in the 
retail industry more businesses entered than exited, so that would be expected to 
lead to a growth in employment within the industry. The reverse situation exists in 
accommodation, cafes and restaurants where a greater number of businesses 
exited and this would be expected to lead to a decline in overall employment 
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levels, or possibly it demonstrates an increasing concentration of businesses 
within the industry. 
 
Table 4 Retail Businesses by Employment Size, Australia 
Year 
Small >20 
employees 
Medium 20-
200 
employees
Large >200 
employees
Non-
employing Total
2001-02 107760 5778 261 112115 225915
2002-03 112325 5069 264 105789 223447
2003-04 118499 5272 256 111226 235253
2004-05 120126 5124 298 117524 243073
Source: ABS. 8155.0 Australian Industry, 2004-05 
 
Table 4 above indicates a growth in the number of large employing businesses 
within the retail industry, but these are Australia wide statistics and do not 
necessarily reflect the situation in Victoria. Figure 1 below indicates the number of 
retail businesses and accommodation, café and restaurant businesses operating 
in Victoria as at June 2006. Numerically, personal and household goods retailing 
is the largest subdivision within the retail industry. Small businesses (<20 
employees) are numerically dominant in both industries. 
 
Figure 1 Retail Businesses by Employment Size, Victoria, June 2006 
Businesses by Industry by employment Size, Victoria, June 2006
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Source: ABS 8165.0 Counts of Australian Businesses, Table 1.11 Businesses by Industry Class, by Main 
State by Employment Size Ranges, June 2006.  
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Table 5 below shows the number of operating businesses in Australia within the 
accommodation, cafes and restaurants industry. This table shows a slight growth 
in the number of businesses of all employing sizes Australia wide until June 2005. 
No recent data are available.  
 
Table 5 Accommodation, Cafes and Restaurants, Businesses by Employment Size, 
Australia 
Year 
Small >20 
employees 
Medium 20-
200 
employees
Large >200 
employees
Non-
employing Total
2001-02 31251 3625 157 19352 54386
2002-03 33265 3281 124 18734 55404
2003-04 35733 3403 124 21175 60436
2004-05 36224 3602 138 22430 62393
Source: ABS. 8155.0 Australian Industry, 2004-05 
  
Size and structure of industry by employee characteristics  
 
Employment in the retail industry is highly seasonal with a traditional peak in 
employment levels in the February quarter each year (which includes the extra 
staff employed for the Christmas trading period) and then a steady decline in 
levels of employment until the pre-Christmas period the following year.  
 
Figure 2  Employment by Industry, Victoria 
Employment Victoria, by Industry
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Source: created from ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly Datacube 
E06_aug94 - Employed Persons by Sex, Industry, State, Status in Employment.  
 
In Victoria, since a peak in February 2005 (384,200 employees), total retail 
industry employment has fluctuated less than usual. Since February 2005, retail 
employment declined to a low of 352,800 employees in November 2006 before a 
small seasonal Christmas peak (369,800 employees), and has begun to decline 
again. Within the accommodation, cafes and restaurants industry, employment 
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levels also experience seasonal fluctuations, but they are less dramatic than those 
in the retail industry. Employment in the accommodation, cafes and restaurants 
industry has risen slowly from a low in May 2006 (92,800 employees) to 121,900 
in May 2007. 
  
Figure 3 Total Employment by Industry, by Sex, Victoria  
Total Employment, Victoria, by Industry, by Sex
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Source: created from ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly Datacube 
E06_aug94 - Employed Persons by Sex, Industry, State, Status in Employment.  
 
Both the retail industry and accommodation, cafes and restaurants industry are 
heavily feminised with female workers making up the largest numerical group in 
both industries (figure 3). 
 
Within the retail industry in Victoria, male full time employees and female part time 
employees are the numerically dominant groups (figure 4). The employment of 
male full time employees in the retail industry has increased from a low of 105,900 
employees in August 2006 to a peak of 119,600 in February 2007 and has since 
declined. There has been a corresponding decrease in the numbers of male part 
time employees in the retail industry from a peak of 61,600 employees in May 
2006. The employment of female part time employees peaked at 121,300 
employees in August 2006, fell to a low of 118,100 by the November quarter and 
has since increased slightly to 123,600 in May 2007. The number of full time 
female employees increased from a low of 60,200 in August 2006 to peak at 
74,400 in February 2007 and then declined to 70,100 by May 2007. It is possible 
that the decrease in part time employment and rise in full time employment 
represents the substitution of part time employment with full time employment, but 
it is not possible to demonstrate this using the data available. 
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Figure 4 Retail Employment by gender and full-time / part-time status, Victoria 
Retail Employment, Victoria
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Source: created from ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly Datacube 
E06_aug94 - Employed Persons by Sex, Industry, State, Status in Employment.  
 
Employment levels within accommodation, cafes and restaurants in Victoria have 
increased over the past 12 months (see Figure 5 below), however, it should be 
noted that this increase is off the lowest employment figures since 2002.1  
 
Figure 5 Accommodation, Cafes and Restaurants Employment, Victoria 
Accommodation, Cafes and Restaurants Employment, Victoria
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Source: created from ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly Datacube 
E06_aug94 - Employed Persons by Sex, Industry, State, Status in Employment.  
 
                                                 
1 It is not possible to calculate the size and structure of the retail industry, or the accommodation, 
cafes and restaurants industry, by non-English speaking background of the employees. The ABS 
provide data on the Labour Force in catalogue 6291.0.55.001 by country of birth and year of 
arrival, but where the statistics are reported at state level, they are not reported by industry. It is 
also questionable whether country of birth is a reasonable proxy for capacity to speak the English 
language.  
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While employment in the retail industry across Victoria has grown steadily for the 
previous two decades, most of the employment growth has been in part time 
employment at the expense of full time employment as Figures 6 and 7 below 
show. 
 
Figure 6 Full time / part time Status, Victoria, Retail Trade 
Employment Status, Victoria, Retail Trade
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly. Table 5 Employed Persons, by 
state and industry. 
 
Figure 7 Full time / part time Status, Victoria, Retail Trade 
Employment Status, Victoria Retail Trade, Nov 1984-
May 2007
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly. Table 5 Employed Persons, by 
state and industry. 
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Within the accommodation, cafes and restaurants industry the rise of part time 
employment has not been as dramatic and the trend in rising part time 
employment over the previous two decades follows that of a rising level of full time 
employment (see Figures 8 and 9 below). 
  
Figure 8 Full time / part time Status, Victoria, Accommodation, Cafes and 
Restaurants 
Employment Status, Victoria, Accommodation, Cafes 
and Restaurants
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly. Table 5 Employed Persons, by 
state and industry. 
 
Figure 9 Full time / part time Status, Victoria, Accommodation, Cafes and 
Restaurants 
Employment Status, Victoria, Accommodation, Cafes 
and Restaurants, Nov 1984- May2007
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly. Table 5 Employed Persons, by 
state and industry. 
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The ABS do not provide employment statistics for each division within an industry 
by state, but the statistics for Australia as a whole indicate that within the retail 
subdivisions, employment has grown in food retailing and personal and household 
goods retailing Australia wide since November 1984. The employment levels in 
accommodation, cafes and restaurants have also grown, but employment within 
the motor vehicle subdivision has remained static for two decades.  
 
Figure 10 Employed Persons Total, by Industry Subdivision, Australia 
Employed Total, by Industry Division, Australia
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Source: ABS. 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 06: Employed persons by 
Industry Subdivision and Sex 
 
Australia wide, in the period since WorkChoices was introduced; employment in 
personal and household good retailing has grown, along with employment in 
accommodation, cafes and restaurant employment, while employment in food 
retailing and motor vehicle retailing has remained static.  
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Figure 11 Full time / part time Status, Motor Vehicle and Parts Retail, Australia, by 
Sex 
Employment Status, Motor Vehicle and Parts Retail, Australia, 
by Sex
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Source: ABS. 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 06: Employed persons by 
Industry Subdivision and Sex 
 
In the motor vehicle and parts subdivision male full time employees dominate 
(figure 11), while female part time employees are the dominant group of workers 
within personal and household goods retailing (figure 12). 
 
Figure 12 Full time / part time Status, Personal and Household Goods Retail, 
Australia, by Sex 
Employment Status, Personal and Household Goods Retail, 
Australia, by Sex
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Source: ABS. 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 06: Employed persons by 
Industry Subdivision and Sex 
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Figure 13 Employment Retail Trade, Victoria, by Age 
Employment Retail Trade, Victoria, by Age
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by Industry, State, Age, Sex 
 
Figure 14 Employment Accommodation, Cafes & Restaurants, Victoria, by Age 
Employment, Accommodation, Cafes and Restaurants, Victoria, 
by Age
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Recent employment growth  
 
Trend employment in the five quarters from February 2006 (that is, in the first five 
quarters of WorkChoices) in retailing fell by 0.6 per cent, while in hospitality it 
grew by 13.1 per cent, a total growth of 3.7 per cent across the two industries.  
This was only slightly above national trend employment growth of 3.5 per cent 
during the same period.  These growth rates are equivalent to annualised rates of 
3.0 per cent and 2.8 per cent respectively.  Over the decade before WorkChoices, 
employment growth across the retailing and hospitality sector averaged 2.3 per 
cent a year, just above the national average of 2.0 per cent a year, so the slightly 
faster employment growth in the retailing and hospitality sector is a reflection of 
long term structural trends.2   
 
                                                 
2 Australian Bureau of Statistics, Labour Force, Australia, Detailed, Quarterly Canberra, 6291.0.55.003. 
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2 ECONOMIC PROFILE  
For the purposes of the Australian Bureau of Statistics retail industry survey, retail 
includes: 
• Food retailing (supermarkets and grocery stores, sale of takeaway food, 
fresh meat, fish and poultry, fruit and vegetable, liquor, bread and cakes, and 
specialised food) 
• Department stores 
• Clothing and softgoods (clothing, footwear, fabric) 
• Household goods (furniture, floor covering, domestic hardware, domestic 
appliances, recorded music) 
• Recreational goods (sport and camping, toy and games, photographic 
equipment) 
• Other retailing (pharmaceutical, cosmetics, toiletries, antiques, garden 
supplies, flowers, watches and jewellery) 
 
Most notably, retail trade statistics also include hospitality and services, a 
grouping which comprises: 
• Hotels and licensed clubs (pubs, taverns, bars, clubs) 
• Cafes and restaurants 
• Selected services (video hire and hairdressing). 
 
It should be noted that these figures do not include accommodation services, such 
as hotels, motels and apartments, which might otherwise be classified as part of 
the hospitality industry.  
 
Victorian Retail and Hospitality industries demonstrate steadily increasing levels of 
turnover overall each calendar year (see figure 15). Turnover includes retail sales; 
wholesale sales; takings from repairs, meals and hiring of goods and net proceeds 
from licensed gambling activities undertaken in hotels and licensed clubs. 
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Figure 15 Retail and Hospitality Industry Turnover, Victoria 
Retail and Hospitality Industry Turnover, Victoria
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria, Table 7, 
 
 
While there is a growth in turnover annually, an examination of patterns of trade 
across the year shows marked seasonal variability in turnover, but all are trending 
upwards. Figure 16 below demonstrates this variability. 
 
 
Figure 16 Retail and Hospitality Turnover, Victoria April 2004 - April 2007 
Retail and Hospitality Turnover, Victoria, monthly
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
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Figure 17 Turnover Total Retail and Hospitality, Victoria, May 2005- April 2007 
Turnover Total Retail and Hospitality Service, Victoria
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
 
Total turnover for the entire retail and hospitality service classification has 
increased in the year from May 2006 to April 2007, compared to the same period 
from 2005 to 2006, although this had declined by April 2007 (refer Figure 17).  
However, growth in turnover is not consistent across all sectors of the industry. 
The Department Store segment has not maintained equivalent turnover levels on 
a month by month basis (see Figure 17) and the levels of turnover in the 
hospitality and service sector show no growth since Feb 2007 (Figure 18). 
 
Figure 18 Turnover Department Stores, Victoria, May 2005- April 2007 
Turnover Department Stores, Victoria, May 2005 - April 2007
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
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Figure 19 Turnover Hospitality and Service, Victoria, May 2005- April 2007 
Turnover Hospitality and Service, Victoria, May 2005 - April 
2007
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
 
A similar pattern emerges in other retailing, which includes pharmaceuticals, 
cosmetics and toiletries, antiques and used goods, garden supplies, flower 
retailing, and watch and jewellery retailing (Refer Figure 20). 
 
  
Figure 20 Turnover Other Retailing, Victoria, May 2005- April 2007 
Turnover Other Retailing, Victoria, May 2005 - April 2007
0.0
100.0
200.0
300.0
400.0
500.0
600.0
700.0
800.0
M
ay
Ju
ne
Ju
ly
Au
g
Se
pt
Oc
t
No
v
De
c
Ja
n
Fe
b
M
ar Ap
r
Month
Tu
rn
ov
er
 $
 m
ill
io
n
 Total Other Retailing 2005-
06
 Total Other Retailing 2006-
07
 
Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
 
 
Turnover in food retailing, however, continues to grow (refer Figure 21). 
 
  
 
 
 
 
 
 
 
 21
Figure 21 Turnover Food Retailing, Victoria, May 2005- April 2007 
Turnover Food Retailing, Victoria, May 2005-April 2007
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Source: collated from ABS 8501.0 Retail Trade, by industry group, Victoria (Table 7 and April 2007). 
 
The most recent data available on industry performance is for the 2004-05 
financial year and was released in December 2006 (ABS 8155.0 Australian 
Industry).  
 
It is therefore not possible to draw any conclusions in relation to operational profits 
and profit share since the advent of WorkChoices in late March 2006. The ABS 
collects their industry data from the ABS Economic Activity Survey and from 
business income tax data reported to the Australian Taxation Office. The most 
current data is from the 2004-2005 financial year and was released by the ABS in 
December 2006. The data for the financial year from 2005-2006, which will 
include three months under the WorkChoices legislation will not be available until 
December 2007. It should be noted that when calculating industry performance, 
the ABS adds Household equipment repair services, motor vehicle retailing and 
motor vehicles services to the Retail Trade statistics. 
 
Existing data shows that the retail trade and accommodation, cafes and 
restaurants classifications have two of the lowest profit margins of all industries 
(refer Figure 22). The average retail industry profit margin in 2004-05 was 4 per 
cent and in accommodation, cafes and restaurants it was 5.9 per cent.  
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Figure 22 Industry Profit Margins, Australia, 2004-2005  
Australian Industry, Profit Margin 2004-2005
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Source: ABS 8155.0 Australian Industry, Performance by Industry Subdivision  
 
Within the retail trade classification there were variations in the profit margins 
attained (refer Figure 23). 
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Figure 23 Profit Margins by Industry Classification, Australia 
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Source: Calculated from ABS 8155.0 Australian Industry, Performance by Industry Subdivision  
 
The profit margins for motor vehicle retailing are under three per cent and remain 
stable, while the profit margins for accommodation, cafes and restaurants have 
increased, as has the profit margin in food retailing.  
 
The recently released Retail and Wholesale Industries 2005-06 statistics (cat. 
8622.0, 2007) state that during financial year ending June 2006, the retail industry 
as a whole had a profit margin of 4.5 per cent. The highest operating profit margin 
was ‘other store based retailing’ with an operating profit margin of 10.2 per cent, 
and the lowest was ‘fuel retailing’ at 1.2 per cent. 
 
One of the justifications for low wages within the retail and accommodation, cafes 
and restaurants classifications is that they are labour intensive when compared to 
other industries. Figure 24 below suggests that this is not necessarily the case. 
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Figure 24 Salaries to Income Ratio, All Industries, Australia 
Salaries to Income Ratio, All Industries, Australia, 2004-2005
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Source: Calculated from ABS 8155.0 Australian Industry, Performance by Industry Subdivision  
 
The ratio of salaries as a proportion of total expenses for the total retail industry 
was 0.10 in 2004-2005, but there are significant variations. The ratio of salaries as 
a proportion of total expenses in food retailing is 0.11, personal and household 
good retailing 0.12, motor vehicle retailing 0.07 and accommodation, cafes and 
restaurants 0.24 (Calculated from ABS 8155.0 Australian Industry, 2004-05). 
 
As far as productivity is concerned, again there are no current data available to 
enable an assessment of productivity change with the retail and hospitality 
industries since WorkChoices was introduced as national accounts data only go to 
June 2006.  
 
ABS statistics on labour productivity show that the retail industry was slightly more 
productive in 2006, while the accommodation, cafes and restaurants industry 
showed significant improvement in labour productivity. No data are currently 
available for 2007. 
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Figure 25 Labour Productivity, by Industry, Australia 
Gross Value Added per Employee
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Source: ABS 5204.0 Australia, System of National Accounts, (Table 25. Labour productivity, Gross value 
added per hour worked - By industry).  
 
An analysis of the retail and wholesale industries undertaken by the Productivity 
Commission in 2000 using unpublished ABS statistics shows there is wide 
variation between retail divisions. Their research showed that the best performing 
groups in terms of retail productivity growth in the 1990s were supermarkets and 
grocery stores (from 0.9 to 2.6 per cent); clothing and soft goods (from -1.5 to 3.1 
per cent); recreational goods (from -1.8 to 1.2 per cent) and motor vehicle retailing 
(from -5.5 to 5.1 per cent) (Johnston, Porter, Cobbold & Dolamore 2000: 73).  
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3 EMPLOYMENT PROFILE 
Working hours 
 
The proportion of full time employees in the retail industry and their respective 
working hours are included in Figures 26 and 27 below. The gendered nature of 
working hours is demonstrated by the fact that approximately 70 per cent of male 
employees in the retail industry worked 40 hours or more in May 2007 compared 
to approximately 50 per cent of female employees. The decline in persons 
working 40 hours per week and corresponding rise in persons working between 
35 and 39 hours per week can be explained by the extension of retail trading 
hours during the 1980s and agreement to reduce full time hours in exchange for 
weekend and late night working. Standard full time working hours under the Retail 
Trade Industry Sector – Minimum Wage Order - Victoria 1997 and the Shop, 
Distributive and Allied Employees Association - Victorian Shops Interim Award 
2000 average 38 per week.  
 
Figure 26 Working Hours, Full time Retail Employee, Australia, Males 
Working Hours, Full Time Employee Retail, Australia, Males
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 11. Employed Persons and 
Actual Hours Worked, Industry, Sex.  
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Figure 27 Working Hours, Full time Retail Employee, Australia, Females 
Working Hours, Full Time Employee Retail, Australia, Females
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 11. Employed Persons and 
Actual Hours Worked, Industry, Sex.  
 
Figure 28 Working Hours Retail, Persons, Australia 
Working Hours, Retail Trade, Persons, Australia
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 11. Employed Persons and 
Actual Hours Worked, Industry, Sex.  
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Figure 29 Working Hours Accommodation, Cafes and Restaurants, Persons, 
Australia 
Working Hours, Accommodation, Cafes & Restaurants, 
Persons, Australia
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Source: ABS 6291.0.55.003 Labour Force, Australia, Detailed, Quarterly, Table 11. Employed Persons and 
Actual Hours Worked, Industry, Sex.  
 
The data for working hours of full time employees by gender within 
accommodation, cafes and restaurants are not shown as the sampling variability 
is too high for most purposes.  
 
Under the Accommodation, Cafes and Restaurants Industry Sector -  
Minimum Wage Order - Victoria 1997 full time working hours are 38 per week. 
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Union membership and industrial activity 
 
Trade union density amongst male and female workers has declined across the 
board in Victoria, however, female worker’s trade union membership grew slightly 
during 2006. 2007 statistics are not yet available. 
 
Figure 30 Trade Union Membership, All industries, Victoria, 1990-2006. 
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Source: compiled from ABS 6310.0 Employee Earnings, Benefits and Trade Union Membership, Australia.  
 
Trade union membership statistics available by industry are not published at the 
state level, but the most recent Australian statistics (released in April 2007) 
include a break up by divisions within the retail and accommodation, cafes and 
restaurant industries.  Industry level data in particular are susceptible to high 
volatilty due to sampling error, and so a trending methodology based on that used 
by the ABS to trend its labour force series has been applied to the data.3  The 
figures cited below are trend estimates. 
 
Hospitality, with 8 per cent union density, has the third lowest density of the 17 
major industry divisions, above only agriculture and property and business 
services.  Figure 31 shows that union density has declined but recently stabilised 
in the hospitality industry and almost stabilised in retail trade (at 16 per cent).  
Within the retail trade sector, the highest density is in food retailing (23 per cent), 
but it is still trending downwards in that part.  Density is lower, but stable, in 
personal and household good retailing (13 per cent) and motor vehicle retailing (7 
per cent).   
 
 
 
                                                 
3 The method is set out in D. Peetz, 'Trend analysis of union membership', Australian Journal of Labour 
Economics, vol. 8, no. 1, 2005. 
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Figure 31 Trend Trade Union Density, Persons, retail and hospitality industry 
subdivisions, Australia 
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Source: calculated from ABS 6310.0 Employee Earnings, Benefits and Trade Union Membership, Australia, 
using methodology in Peetz 2005.  
 
Although coming off a low base, there has been an increase in trade union 
membership amongst males in the retail industry, but not in accommodation, 
cafes and restaurants (Figure 32). Overall trade union density rates in retail trade 
for females (17 per cent) are slightly higher than for males (14 per cent). Trade 
union density for females in food retailing is trending downwards, but in personal 
and household goods retailing and accommodation, cafes and restaurants, trade 
union membership is trending slightly upwards (Figure 33). 
 
Industrial activity within the retail and accommodation, cafes and restaurants 
industries was so low that the ABS do not report on its extent within these 
industries individually (ABS 6321.0.55.001 Table2a: Industrial disputes which 
occurred in the period, Working days lost, Industry). 
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Figure 32 Trend Trade Union Density, by Industry Division – Male, Australia 
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Source: calculated from ABS 6310.0 Employee Earnings, Benefits and Trade Union Membership, Australia, 
using methodology in Peetz 2005.  
 
Figure 33 Trade Union Density, by Industry Division – Female, Australia 
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Source: calculated from ABS 6310.0 Employee Earnings, Benefits and Trade Union Membership, Australia, 
using methodology in Peetz 2005.  
. 
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4 WAGES AND METHODS OF SETTING PAY  
 
 
Wage rates  
 
Hospitality industry workers in Victoria are covered under the common rule award, 
The Hospitality Industry - Accommodation, Hotels, Resorts and Gaming Award 
1998. An experienced adult food and beverage worker, capable of serving alcohol 
and handling money, would be paid at level 3 of the award classification, which is 
$544.50 for a 38 hour week, or $14.33 per hour. 
 
Junior rates apply to junior employees in the hospitality industry, but the 
percentage of the adult rate differs in relation to whether the employee is 
performing clerical tasks, or not. Non clerical hospitality workers are subject to the 
rates in Table 6 below. 
 
Table 6 Hospitality non-clerical junior rates 
Age  Per cent 
  
17 years of age and under  70 
18 years of age  80 
19 years of age  90 
20 years of age  Full adult rate 
Source: Hospitality Industry - Accommodation, Hotels, Resorts and Gaming Award 1998. 
 
While clerical workers in the hospitality industry are subject to the junior rates 
below: 
 
Table 7 Hospitality clerical junior rates 
 
 
 
 
  
 
 
 
 
 
 
 
Source: Hospitality Industry - Accommodation, Hotels, Resorts and Gaming Award 1998. 
 
The Shop Distributive and Allied Employees Association - Victorian Shops Interim 
Award 2000 is a common rule award for all Victorian retail industry workers. Under 
the Shop Distributive and Allied Employees Association - Victorian Shops Interim 
Award 2000 a full time retail worker Grade 1, which is a shop assistant, a sales 
Age  Per cent  
  
At 15 years of age and under  50  
At 16 years of age  60  
At 17 years of age  70  
At 18 years of age  80  
At 19 years of age  90  
At 20 years of age  1st year adult service 
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person, an assembler, a demonstrator, a ticket writer, a window dresser, a 
merchandiser and all others (Clause 14.1.2) is paid $543.40 for a 38 hour week. 
This is $14.30 per hour.  
 
Table 8 Retail junior rates 
14.2 Junior rates  
 
Age  
Percentage of rate for 
Retail Worker Grade 1  
Wages per week of 38 
hours award rate  
 %  $  
16 years and under  50  271.70  
17 years  55  298.90  
18 years  67.5  366.80  
19 years  80  434.70  
20 years  90  489.10  
Source: Shop Distributive and Allied Employees Association - Victorian Shops Interim Award 2000 
.  
Earnings growth 
 
The ABS do not provide data for earnings by industry at state level.  However, 
Victoria would not be expected to differ from the Australian pattern.  
 
Wages have grown more slowly in the retailing and hospitality sector than 
anywhere else.  While the all-industry average increase in the labour price index 
over the year to February 2007 was of 4.1 per cent, in retail trade it was 2.8 and in 
hospitality just 2.9 per cent.  
 
Retailing and hospitality (accommodation, cafes and restaurants) are two 
industries where workers are likely to be especially vulnerable to the effects of 
WorkChoices.  The industries are highly casual, reducing workers’ bargaining 
power.  They are the two lowest paying industries in terms of the levels of hourly or 
ordinary-time earnings.  Figure 34 shows the difference between earnings growth 
in these two industries, and average earnings growth, in the labour price index.  On 
average, according to the labour price index, since 1997 hourly earnings growth in 
these two industries has been 0.6 percentage points lower per year than earnings 
growth across all industries.  Workers in both industries are reliant on penalty rates 
for night and weekend work, and these are susceptible to change under 
WorkChoices.  The chart shows how relative earnings in these two industries have 
fallen, such that by December 2006 annual earnings growth in retail trade was 1.5 
per cent below the national average, and in hospitality earnings growth was 2.0 per 
cent below the national average.4  This probably reflects the loss of penalty rates 
and other conditions of employment, though unfortunately the data to verify this are 
not published, and the long delay experienced by award-reliant workers in 
obtaining a minimum wage increase through the AFPC.  There was a slight 
improvement in February 2007, more strongly in hospitality, as a result of the 
AFPC minimum wage increase finally coming through. 
 
                                                 
4 Australian Bureau of Statistics, Labour Price Index, Australia, Canberra, 6345.0. 
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Figure 34:  Relative wages growth (preceding 12 months), retail trade and hospitality, 
1999-2007 
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Source: ABS Cat 6345.0 
 
Another way of looking at these data is in Figure 35 below.  It shows the increasing 
gap between average wages in, on the one hand, retail trade and hospitality 
combined and, on the other hand, the all industries wage average, by measuring 
the shortfall in cumulative wages growth in those two industries compared to the 
national average.  After WorkChoices took effect, relative wages in those industries 
fell below the trend and have not recovered. 
 
Figure 35 Cumulative growth in retail and hospitality wages relative to all-
industries average (index Feb 01 = 100) 
 
Source: ABS Cat 6345.0 
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Methods of Pay Setting  
 
Table 9 shows the methods of pay setting used in each industry, across Australia, 
in May 2006 for non-managerial employees.  It indicates that accommodation, 
cafes and restaurants and retail trade were the two industries with the highest 
reliance on awards for setting pay and conditions, and that accommodation, cafes 
and restaurants was the only industry in which a majority of employees relied on 
the award for their pay and conditions.   Some 63 per cent of non-managerial 
employees in that industry were award-reliant, compared to the national average of 
21 per cent.  In retail trade, 31 per cent of non-managerial employees were award-
reliant.   
 
Conversely, registered collective agreements were less important in 
accommodation, cafes and restaurants than in any other industry.  Only 8 per cent 
of non-managerial employees in this industry were on registered collective 
agreements, compared to 41 per cent nationally.  This reflected the low union 
density in the industry, at 8 per cent.  In retail trade, where union density is double 
this at 16 per cent, coverage by registered collective agreements is 35 per cent – 
indicating also a high rate of free riding in the industry, with more than half of 
employees covered by collective agreements not belonging to a union.  This in turn 
probably reflects the high rate of casual employment in retail trade.   More so than 
in other industries, the great majority of collective agreement-covered workers 
were in agreements signed under the federal rather than the state jurisdiction.  The 
operation of WorkChoices, however, would mean that most employees under 
collective agreements in most industries will now be subject to federal law, 
regardless of which jurisdiction their agreement was signed in.    
 
A small number of unregistered collective agreements in both industries brings 
total collective agreement coverage to 9 per cent in accommodation, cafes and 
restaurants and 37 per cent in retail trade. 
 
Roughly three in ten workers in both industries were on individual contracts in May 
2006, and in both cases (like almost all other industries) only a minority of these 
were on registered individual contracts – Australian Workplace Agreements 
(AWAs).  In retail trade 5½ per cent of non-managerial employees were on AWAs, 
and in accommodation, cafes and restaurants 4½ per cent were on AWAs.  
Despite these small numbers, these industries had the third and fourth highest 
rates of AWA coverage amongst the sixteen industries for which data were 
available.5 
 
 
                                                 
5 agriculture, forestry and fishing is excluded from the EEH survey 
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Table  9 Incidence of methods of pay setting by industry, non-managerial employees, Australia, 2006 
 
 
award-
reliant 
collective agreements individual arrangements 
 
  registered collective agreements   registered individual contracts    
  
federal 
CAs 
state 
CAs 
total 
registered 
CAs 
unregistered 
CA 
total 
CAs AWAs 
state 
ICs 
total 
registered 
ICs 
unregistered 
IAs 
total 
IAs total 
mining * 2.6 23.0 5.3 28.3 3.1 31.3 16.1 0.9 17.1 49.0 66.1 100.0 
manufacturing 11.8 30.5 6.5 37.0 4.1 41.1 * 3.6 * 0.0 * 3.6 43.6 47.2 100.0 
electricity, gas & water * 1.0 34.0 54.3 88.3 * 0.6 88.8 ** 0.5 0.0 0.5 9.7 10.2 100.0 
construction 15.3 22.8 * 5.1 27.9 7.1 35.0 * 1.2 ** 0.1 * 1.2 48.4 49.7 100.0 
wholesale 14.8 8.5 1.0 9.5 * 1.1 10.6 * 2.3 ** 0.1 * 2.4 72.3 74.7 100.0 
retail trade 30.8 33.9 ** 0.7 34.6 2.8 37.4 5.5      n.p. 5.5 26.3 31.8 100.0 
accommodation, cafes & 
restaurants 62.6 6.7 * 1.3 8.0 * 1.2 9.2 * 4.3      n.p. * 4.5 23.7 28.2 100.0 
transport & storage 13.8 32.2 8.0 40.1 * 4.2 44.3 ** 6.8 0.0 6.8 35.1 41.9 100.0 
communications ** 1.0 66.2      n.p. 66.2 ** 1.0 67.2 17.1 0.0 17.1 14.7 31.7 100.0 
finance & insurance 6.3 46.4 ** 1.0 47.4 ** 3.1 50.5 3.4      n.p. 3.5 39.7 43.2 100.0 
property & bus services 27.2 10.9 2.9 13.8 3.9 17.7 2.8 ** 0.8 3.6 51.5 55.1 100.0 
govt admin & def * 0.7 55.6 38.2 93.9 * 0.2 94.0 1.4      n.p. 1.4 * 3.8 5.2 100.0 
education 12.1 44.8 35.9 80.7 * 0.9 81.7 * 0.4 0.0 * 0.4 5.8 6.2 100.0 
health & comm services 26.4 28.9 28.7 57.6 * 2.7 60.3 * 0.3 0.0 * 0.3 13.0 13.3 100.0 
cultural & recreational 
services 20.7 27.6 * 9.6 37.2 * 5.2 42.4 * 0.9      n.p. * 0.9 36.0 36.9 100.0 
personal & other services 25.3 14.4 25.1 39.5 * 9.4 48.9 ** 1.1 0.0 1.1 24.7 25.8 100.0 
TOTAL 21.0 28.5 12.8 41.3 3.2 44.4 3.1 ** 0.2 3.2 31.3 34.5 100.0 
*         estimate has a relative standard error of 25% to 50% and should be used with caution 
**       estimate has a relative standard error greater than 50% and is considered too unreliable for general use 
Source: ABS Cat No 6306.0, unpublished data 
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Victoria 
 
The pattern for Victorian workers is shown in Table 10 and is broadly similar 
to the national picture, though the estimates are subject to higher sampling 
error.  Award reliance levels in the Victorian hospitality and retail industries 
were slightly below the national averages, but the industries still retained the 
highest and second highest rates of award reliance at 58 per cent and 28 per 
cent respectively.  Accommodation, cafes and restaurants had, by far, the 
lowest rate of collective agreement coverage of any Victorian industry, at 
around just 5 per cent, probably below the national average for that industry 
(the high sampling error on the estimate being a cause for some caution in 
this comparison).   
 
AWA coverage appeared higher in these industries in Victoria: with 
approximately 8 per cent of non-managerial workers in accommodation, cafes 
and restaurants on AWAs, and 6 per cent of workers in retail trade on AWAs, 
these industries appeared to have the second and third highest rates of AWA 
coverage in the state, and be above the state-wide average of a little over 3 
per cent AWA coverage.  The relatively high importance of AWAs in 
accommodation, cafes and restaurants in Victoria is confirmed in OEA data 
discussed later. 
 
Unregistered individual contracts (common law contracts) account for nearly 
30 per cent of workers in both industries in Victoria, slightly above the national 
average for those industries but slightly below the all-industries average. 
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Table  10 Incidence of methods of pay setting by industry, non-managerial employees, Victoria, 2006 
 
 
award-
reliant collective agreements individual arrangements  
  
federal 
CAs 
unregistered 
CAs 
total 
CAs AWAs 
unregistered 
IA total IA total 
mining      n.p. 45.0 0.0 45.0      n.p. 43.0 n.p. 100.0 
manufacturing 7.0 44.5 2.5 47.0 ** 5.5 40.5 46.0 100.0 
electricity, gas & water      n.p. 80.2 2.0 82.3 0.0 16.1 16.1 100.0 
construction 18.5 40.3 8.6 48.9      n.p. 32.6 32.7 100.0 
wholesale 8.1 8.6 1.9 10.5      n.p. 80.5 81.4 100.0 
retail trade 28.1 32.8 * 3.6 36.4 * 5.9 29.6 35.6 100.0 
accommodation, cafes & 
restaurants 57.9 * 5.2      n.p. * 5.2 * 7.7 29.1 36.9 100.0 
transport & storage * 13.5 38.1 ** 8.1 46.2 ** 3.5 36.8 40.2 100.0 
communications 0.0 59.3      n.p. 61.5 22.0 * 16.5 38.5 100.0 
finance & insurance * 5.2 43.4 ** 0.5 44.0 4.0 46.8 50.8 100.0 
property & bus services 22.4 15.5 * 3.5 19.0 * 2.6 56.0 58.6 100.0 
govt admin & def 0.0 94.1      n.p. 94.2 ** 1.4 ** 4.4 5.8 100.0 
education * 14.3 78.1      n.p. 78.2 * 0.4 7.2 7.5 100.0 
health & comm services 9.2 71.8 * 4.7 76.6 ** 0.5 13.7 14.2 100.0 
cultural & recreational 
services * 14.0 50.0 * 1.4 51.4      n.p. 34.0 34.6 100.0 
personal & other services 24.5 39.0 * 5.7 44.7 ** 3.3 27.5 30.7 100.0 
TOTAL 16.6 43.7 3.2 46.8 3.3 33.4 36.6 100.0 
*         estimate has a relative standard error of 25% to 50% and should be used with caution 
**       estimate has a relative standard error greater than 50% and is considered too unreliable for general use 
Source: ABS Cat No 6306.0, unpublished data 
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Changes over time 
 
Table 11 shows changes in methods of pay between the two ABS surveys in 
2004 and 2006.  Nationally, in retail trade, there was an apparent doubling in 
the proportion of workers on AWAs, from 2.7 per cent to 5.5 per cent.  
Although this difference is not large enough to be statistically significant, it is 
consistent with the trend evident in OEA data of increasing usage of AWAs in 
retail trade. 
 
Offsetting the rise in AWA coverage has been a 3 percentage point drop in 
award reliance and a roughly 1½ percentage point drop in common law 
contract coverage, suggesting that a majority of the growth in AWAs has 
come from people previously award-reliant, but some of it has come from 
people who are already earning above the award. 
 
The retail trade data also indicate a shift in the composition of registered 
collective agreements, with most former state-registered agreements shifting 
to federal-registered agreements.   
 
The Victorian level data are subject to higher sampling errors and so less 
reliable, but they too suggest a growth in AWA coverage and a drop in award 
reliance.   
 
In accommodation, cafes and restaurants there appeared to be greater 
stability between the two years in national AWA coverage, which was slightly 
higher in 2006 than in 2004 and for which the difference was non-significant.  
There was a larger (though still non-significant) increase in the use of 
common law individual contracts, and lesser declines in the reliance on 
awards and collective agreement coverage. 
 
Victorian ABS data imply a decline in AWA coverage in accommodation, cafes 
and restaurants but this is unlikely, given the very high standard error on the 
2004 AWA coverage estimate. 
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Table  11 Change in incidence of methods of pay setting, non-managerial employees, retail and hospitality, Victoria and Australia, 
2004-2006 
 
 
 Victoria   Australia     
 
award-
reliant collective agreements individual arrangements  
award-
reliant collective agreements individual arrangements  
  
federal 
CAs 
unregistered 
CAs AWAs 
unregistered 
IAs total  
federal 
CAs 
state 
CAs 
unregistered 
CAs AWAs 
state 
ICs 
unregistered 
IAs total 
RETAIL TRADE            
2004 32.9 33.0 * 2.0 * 4.1 27.9 100.0 33.7 27.9 6.2 1.8 2.7 0.0 27.7 100.0 
2006 28.1 32.8 * 3.6 * 5.9 29.6 100.0 30.8 33.9 ** 0.7 2.8 5.5 
  
n.p. 26.3 100.0 
CHANGE -4.9 -0.2 1.5 1.9 1.7 0.0 -2.9 5.9 -5.5 1.0 2.8 na -1.4 0.0 
ACCOMMODATION, CAFES & RESTAURANTS           
2004 52.0 9.3 * 2.7 ** 9.1 26.9 100.0 64.9 8.0 1.5 2.3 4.0 
  
n.p. 19.2 100.0 
2006 57.9 * 5.2      n.p. * 7.7 29.1 100.0 62.6 6.7 * 1.3 * 1.2 * 4.3 
  
n.p. 23.7 100.0 
CHANGE 5.9 -4.1 n.p. -1.4 2.2 0.0 -2.3 -1.3 -0.2 -1.1 0.3 na 4.5 0.0 
ALL INDUSTRIES            
2004 18.2 43.7 2.7 2.3 33.1 100.0 22.4 26.5 15.1 2.6 2.5 * 0.0 31.0 100.0 
2006 16.6 43.7 3.2 3.3 33.4 100.0 21.0 28.5 12.8 3.2 3.1 ** 0.2 31.3 100.0 
CHANGE -1.6 -0.1 0.4 1.0 0.3 0.0 -1.4 2.0 -2.3 0.6 0.6 0.1 0.4 0.0 
*         estimate has a relative standard error of 25% to 50% and should be used with caution 
**       estimate has a relative standard error greater than 50% and is considered too unreliable for general use 
Source: ABS Cat No 6306.0, unpublished data 
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Gender 
 
Table 12 shows the gender dimensions of payment system coverage in these 
industries in Victoria and nationally.  In retail trade, women are more likely 
than men to be award-reliant, with 31 per cent of Victorian women, but only 25 
per cent of Victorian men, award-reliant in retail trade.  The gap is slightly 
larger at the national level.  In retail trade, women are much more likely than 
men to be covered by a registered collective agreement: 40 per cent of 
Victorian women in retail trade are on a registered collective agreement, 
compared to 24 per cent of Victorian men.  The gap is slightly less at the 
national level.   
 
Conversely, unregistered (common law) individual contracts are far more 
common amongst men than women in retail trade.  While 43 per cent of males 
in Victorian retail trade are on common law contracts, this is the case for only 
19 per cent of women.  The pattern is similar, though the gap slightly smaller, 
at the national level. 
 
The large difference between men and women in collective bargaining 
coverage is not mirrored in the union density figures.  At the national level, 
trend union density amongst males in retail trade was 14 per cent in August 
2006, just 3 percentage points below the 17 per cent trend density amongst 
females.  By contrast, the difference in collective agreement coverage at the 
national level was 13 percentage points.  This reflects the higher 
concentration of women in casual, part-time jobs in larger retailers, jobs which 
have low rates of unionisation but are covered by the retailers’ collective 
agreements. 
 
The gender coverage of collective agreements, awards and individual 
contracts reflects the interaction between the gender structure of employment 
and exemption clauses in awards and agreements.  The latter provide that 
employees earning above a certain level are ‘exempt’ from the award or 
agreement. Thus 
 
Exempt employees are those whose weekly wage is equal to or greater 
than 125 per cent of the rate of pay for shop assistants or other 
appropriate classification (Retail Industry Interim Award – State). 
Exempt employees are specifically excluded from any provision in the 
award or in certified agreements, other than those legally required by 
state and federal legislation, such as superannuation and public 
holidays.6  
 
 
                                                 
6  R. Price, Checking out Supermarket Labour Usage: The Nature of Labour Usage and 
Employment Relations Consequences in a Food Retail Firm in Australia, PhD thesis, Department of 
Industrial Relations, Griffith University, Brisbane, 2004, p. 93. 
 42 
 
 
Table  12 Incidence of methods of pay setting by gender, non-managerial employees, retail and hospitality, Victoria and Australia, 
2006 
 
 Victoria 2006     Australia 2006      
 
award-
reliant collective agreements 
individual 
arrangements  
award-
reliant collective agreements individual arrangements  
  
federal 
CAs 
unregistered 
CAs AWAs 
unregistered 
IAs total  
federal 
CAs 
state 
CAs 
unregistered 
CAs AWAs 
state 
ICs 
unregistered 
IAs total 
RETAIL TRADE          
males 24.6 24.0 * 3.4 * 5.5 42.6 100.0 26.5 27.0 ** 0.7 * 2.6 * 7.4 0.0 35.9 100.0 
females 30.9 40.1 * 3.8 * 6.3 18.9 100.0 34.4 39.5 ** 0.7 * 3.0 3.9      n.p. 18.3 100.0 
total 28.1 32.8 * 3.6 * 5.9 29.6 100.0 30.8 33.9 ** 0.7 2.8 5.5      n.p. 26.3 100.0 
ACCOMMODATION, CAFES & RESTAURANTS       
males 58.9 * 5.6      n.p. * 12.2 * 23.3 100.0 61.2 6.9 * 1.3 * 1.9 * 4.4      n.p. 24.3 100.0 
females 57.1 * 5.0  * 4.5 33.4 100.0 63.5 6.6 * 1.4 * 0.8 * 4.3      n.p. 23.3 100.0 
total 57.9 * 5.2      n.p. * 7.7 29.1 100.0 62.6 6.7 * 1.3 * 1.2 * 4.3      n.p. 23.7 100.0 
ALL INDUSTRIES  
males 15.3 39.8 3.0 3.1 38.7 100.0 17.1 27.8 11.0 3.5 3.8 ** 0.2 36.6 100.0 
females 17.7 47.2 3.3 * 3.4 28.5 100.0 24.8 29.1 14.5 2.8 2.4 * 0.1 26.4 100.0 
total 16.6 43.7 3.2 3.3 33.4 100.0 21.0 28.5 12.8 3.2 3.1 ** 0.2 31.3 100.0 
*         estimate has a relative standard error of 25% to 50% and should be used with caution 
**       estimate has a relative standard error greater than 50% and is considered too unreliable for general use 
Source: ABS Cat No 6306.0, unpublished data 
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Exempt employees are ‘not managers’ and are often ‘2ICs or 3ICs of departments’ or 
perform specialist functions such as stockperson.7 It does not mean that exempt 
employees are well paid for what they do: as Price’s study of retailing indicated, 
exempt employees in her project ‘recognised that their exempt status was a cost-
cutting measure, as it meant they were paid less than they would be if they received 
overtime’.8  Exempt employees will typically be covered by a common law agreement 
or, less commonly, by an AWA.  With women disproportionately concentrated 
amongst low status casual and part-time jobs in the industry, and commensurately 
under-represented amongst the more senior parts of the industry, they will be more 
likely than men to be working under a collective agreement that covers the lower paid 
employees in an organisation.  Men, conversely, will be overrepresented amongst 
the more higher paid jobs which are mainly on common law individual contracts (and 
sometimes AWAs). 
 
Nationally, around 7 per cent of males in retail trade are on AWAs, compared to 4 per 
cent of females.  This mainly reflects the operation of exemption clauses and the 
tendency for more senior positions to be on individual contracts including AWAs. 
 
At the state level, the AWA data are less clear and indeed with smaller sample sizes 
for the gender-based data, it is best to use 2004 data as a reality check on the 2006 
data rather than as an indicator of changes over time.  An estimated 5 per cent of 
men, and 6 per cent of women, in the Victorian retail trade in 2006 were on AWAs in 
2006.  However, both estimates have large standard errors (over 25 per cent of the 
estimate) and so the difference between them is not significant.    We should be 
doubly cautious about placing too much emphasis on this difference, because it is 
inconsistent with the data from 2004, when AWA coverage amongst women in the 
Victorian retail trade, at 3 per cent, was little more than half that amongst men.  
 
In accommodation, cafes and restaurants the pattern is quite different.  At the 
national level, there is a small gender difference (2 percentage points) in award 
reliance, with women only slightly more likely to be award-reliant.  In fact, the 
differences in coverage by collective agreements, AWAs and common law contracts 
are all very small.   
 
At the state level, there were also only very small gender differences in award 
reliance or collective agreement coverage.  However, men appeared to have higher 
coverage by AWAs (by a ratio of 2.7:1), and women to have higher coverage by 
common law contracts in 2006.  In both cases, however, the small sample sizes 
meant that these differences were non-significant.  The 2004 data also showed 
higher AWA coverage amongst men (by a ratio of 2:1), giving us some confidence 
that there is a gender difference here.  However, the 2004 data indicate higher 
common law contract coverage amongst men than women, contradicting the 2006 
data, and so we should be cautious about assuming there to be any real gender 
differences in common law contract coverage.   
 
                                                 
7  Ibid, p 121. 
8  Ibid., p. 122. 
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AWA coverage and labour turnover 
 
The above data on coverage are based on the ABS survey undertaken in May 2006.  
What has happened since then?  We know that a large number of AWAs have been 
signed in those industries under WorkChoices.  The Workplace Authority, formerly 
the Office of the Employment Advocate (OEA), says that 396,300 AWAs were lodged 
across Australia between the commencement of WorkChoices and the end of June 
2007.  Of these, the largest share (accounting for 17.7% of all WC AWAs) were in 
retail trade while the second largest share were in accommodation and food services 
(14.7%).  That is, nationally, retail and hospitality accounted for almost one in three 
AWAs.  By comparison, they accounted for just one in five jobs in May 2007.   
 
One reason for the high rate of AWA lodgements in these industries is the high rates 
of labour turnover.  In retail trade in 2006, 28 per cent of employees had been in their 
job for less than 12 months while in accommodation cafes and restaurants, 38 per 
cent had been in their job for less than 12 months.  Together with mining (where 
labour turnover was also 28 per cent), these industries have the three highest rates 
of labour turnover.  They also have three of the four highest rates of AWA coverage.   
 
The positive relationship between AWA coverage and labour turnover at the industry 
level with labour turnover is illustrated in Figure 36 which shows the proportion of 
employees in an industry on AWAs and the proportion who have been in their job for 
less than 12 months.  There is a positive relationship – a one per cent increase in 
labour turnover is associated with a 0.3 per cent increase in AWA coverage – though 
the relationship it is only significant at the 10 per cent level.   
 
This probably reflects the fact that it is labour turnover provides the opportunity to 
require new employees to sign AWAs as a condition of employment.  Existing 
employees may not wish to sign AWAs, and it is technically illegal to coerce them to 
do so, but there are no such inhibitions on requiring new employees to sign AWAs. 
 
A much stronger, and more significant relationship can be found between labour 
turnover and the OEA’s estimates of AWA penetration.  This is shown in Figure 37.  
A one per cent increase in labour turnover is associated with a 1 per cent increase in 
AWA penetration as estimated by OEA as of March 2007.  This makes sense as, the 
higher is labour turnover, the more AWAs will be signed, particularly when they are 
concentrated amongst new employees.  Hence while ABS data indicate that AWA 
coverage is higher in retail trade than in hospitality, the OEA estimates a much higher 
level of AWA penetration, due to the much higher labour turnover in hospitality. 
 
The data from the ABS show a far lower level of AWA coverage than claimed by the 
government and its agencies at the time.  In evidence given to a Senate Estimates 
Committee in May 2006, the Employment Advocate said that ‘based on our 
methodology, we estimate that, as at 31 March 2006, 538,120 AWAs were in 
operation’.  This is over double the actual coverage estimated by the ABS, at 3.1 per 
cent of employees, equivalent to 258,000 employees.  It is impossible to explain this 
as being the result of the ABS being a survey estimate. 
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Figure 36 AWA density (ABS estimates) x Labour turnover 
 
Source: ABS 6209.0 and 6306.0. 
 
Figure 37 AWA penetration (OEA estimates) x Labour turnover 
 
Source: ABS 6209.0 and Workplace Authority, Industry Penetration by State,  
tabled at Senate Inquiry into Better Safety Net Bill, June 2007   
 
The reason for the overestimation is that the Commonwealth methodology assumes 
that every AWA signed in the preceding three years is still in force – that is, no 
employee who has signed an AWA in the past three years has resigned, or been 
promoted, dismissed or replaced.  This problem increases, the higher the rate of 
labour turnover in an industry.  That is why the relationship between OEA coverage 
estimates and labour turnover is so high, as shown in figure 37.  The more people 
change jobs in an industry, the more double counting of AWAs occurs.  Nearly 60 per 
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cent of the variance in the gap between OEA and ABS estimates of AWA coverage 
can be explained simply by variations in the level of labour turnover. 
 
The inadequacies of the Commonwealth methodology have increased over time, with 
the extent of aggregate over-estimation increasing from 60 percent in 2004 to 109 
per cent in 2006.  Because of this, and because labour turnover rates differ so 
substantially between industries, meaning that the degree of OEA overstatement of 
AWA coverage will vary considerably between industries,  we cannot use OEA data 
to meaningfully estimate the incidence of AWAs at an industry level.  However, we 
can look at the OEA data to consider, within an industry, the ranking of states in 
terms of the relative importance of AWAs within those states.   
 
Table 13 does that, and includes the ABS incidence data from May 2006.  It shows 
that, from the ABS data, the accommodation, cafes and restaurants industry in 
Victoria had the second highest incidence of AWAs of any state, behind Western 
Australia.  The OEA data from 2007 show Victoria retaining that rank among the 
states, with the number of AWAs signed over the preceding three years being 
equivalent to 37 per cent of all employees in the industry, behind Western Australia, 
where the ratio was 69 per cent.   It is, of course, implausible that 69 per cent of 
Western Australian hospitality workers were actually on AWAs in March 2007, when 
only 8 per cent of them had been in May 2007, the ratio being severely inflated by 
high labour turnover in the industry.  However, it is clear that Western Australia and, 
to a lesser extent, Victoria are the states where employers in the hospitality industry 
are most assiduous in their pursuit of AWAs.   
 
In retail trade, Western Australia had the second highest incidence of AWAs in May 
2006, behind Tasmania.  However, the standard errors on the estimates are such 
that the difference was not statistically significant.  OEA data suggested that, by 
March 2007, AWA penetration was higher in Western Australia than Tasmania and, if 
we assume similar labour turnover rates within the industry between the two states, it 
is plausible that, as in hospitality, Western Australia has the highest rate of AWA 
coverage in retail trade.  Victoria is ranked fourth in retail trade by both measures. 
 
Table 13:  ABS estimate of AWA incidence, May 2006, and OEA estimate of ratio of 
AWA penetration, March 2007 
 
 NSW VIC QLD SA WA TAS Aust 
ABS, May 2006 (a)      
Retail trade *4.6 *5.9 **6.4      n.p. *8.4 *13.8 5.5 
Accommodation, cafes & restaurants **3.5 *7.7      n.p. **3.5 *8.3      n.p. *4.3 
OEA, March 2007 (b)      
Retail trade 
  
6.6 
  
9.2 
  
5.6 
  
11.8 
   
29.0  
   
19.3         10.0 
Accommodation, cafes & restaurants 
  
11.8 
  
37.2 
  
9.2 
  
29.1 
   
68.6  
   
32.2         24.1 
(a) AWA employees as a proportion of all employees 
(b) ratio of the number of AWA signed over previous 3 years to the number of employees as of the end 
date.  This number is not directly comparable with the ABS numbers above. 
Source: ABS Cat No 6306.0, unpublished data; OEA evidence to Senate Inquiry into Fairness Test, May 
2007. 
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Non-union collective agreements 
 
While the OEA data on AWAs are highly erratic between industries because of the 
impact of labour turnover on AWA lodgements, this is not so much the case for data 
on collective agreements.  When an existing employee on a collective agreement 
resigns and is replaced by a new employee on a collective agreement, there is no 
change in either the count of agreements or the count of employees covered.    
 
Table 14 provides OEA data on the numbers of employees in each industry covered 
by union and non-union (‘employee’) collective agreements signed under 
WorkChoices, as of the end of June 2007.  Nationally, around 22 percent of 
employees covered by WorkChoices collective agreements were on non-union 
employee collective agreements (ECAs), the remaining 78 per cent being on union 
collective agreements.  (The OEA does not record data for the numbers of 
employees covered by greenfields agreements, as technically speaking  no 
employees are meant to be covered by them at the time they are lodged, though in 
practice they have been used to cover existing employees in some transmission of 
business arrangements.9)  In retail trade, only 13 per cent of employees under WC 
collective agreements were in non-union CAs. In accommodation and food services, 
however, a huge 61 per cent of collective agreement employees were actually on 
non-union ECAs.  So we would expect many collective agreements in hospitality to 
have similar characteristics to AWAs in that industry.   
 
The way in which ECAs and AWAs can operate in similar ways, and indeed 
symbiotically, is illustrated by this summary of a process of workplace change in an 
interstate hotel chain, as described by the consultant advising them.  In the first stage 
there was an ‘AWA/ECA combination agreement package’ in which: 
 
The initial AWA gradually implements the changed culture into the workplace 
offering individual agreements as a condition of employment for new 
employees so that full benefits of enterprise agreements can be realized. 
Once the new instrument forms part of the workplace culture, the ECA can be 
introduced to provide a common agreement for the site.  [...In the second 
stage there was ] implementation of a WorkChoices ECA for the QLD sites. 
 The introduction of WorkChoices means the no-disadvantage test has been 
removed and minimum conditions put in place.10 
 
Accordingly, comparisons of earnings under collective agreements and AWAs in the 
hospitality industry are unlike comparisons in many other industries, as they are not 
comparing union and non-union wage systems but instead comparing two different 
forms of non-union wage systems. 
 
                                                 
9 D. Peetz, 'Is it a work in progress?' Courier Mail, 17 October 2006, p. 19. 
10 Enterprise Initiatives, Our Clients: Hotels and Pubs - The Mean Fiddler Irish Tavern, Belvedere Hotel, Grand 
Central Hotel and the Full Moon Hotel. , Enterprise Initiatives Pty Limited, North Sydney, 2007. 
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Table 14 Employees covered by union and non-union collective agreements under 
WorkChoices, by industry, June 2007, Australia 
 
Employees 
on WC 
collective 
agreements 
Employees 
on WC 
union 
collective 
agreements 
Employees 
on WC 
employee 
collective 
agreements 
Proportion 
of 
employees 
on collective 
agreements 
that are on 
non-union 
agreements 
Accommodation and Food Services  24,595 9,548  15,047  61.2% 
Administrative and Support Services 3,594  401  3,193  88.8% 
Agriculture, Forestry and Fishing 5,208  2,358         2,850  54.7% 
Arts and Recreation Services      23,624       17,069         6,555  27.7% 
Construction      41,333       27,077       14,256  34.5% 
Education and Training       88,496       79,436         9,060  10.2% 
Electricity, Gas, Water and Waste Services         7,291         5,819         1,472  20.2% 
Financial and Insurance Services       11,009         5,592         5,417  49.2% 
Health Care and Social Assistance       55,817       41,674       14,143  25.3% 
Information Media and Telecommunications         9,662         1,080         8,582  88.8% 
Manufacturing       94,129       72,670       21,459  22.8% 
Mining       10,640         8,710         1,930  18.1% 
Other Services       15,914         6,517         9,397  59.0% 
Professional, Scientific and Technical 
Services         5,259         2,357         2,902  55.2% 
Public Administration and Safety       95,458       84,891       10,567  11.1% 
Rental, Hiring and Real Estate Services         7,174         5,095         2,079  29.0% 
Retail Trade     176,694     153,411       23,283  13.2% 
Transport, Postal and Warehousing       29,360       22,925         6,435  21.9% 
Wholesale Trade         7,379         4,501         2,878  39.0% 
total     712,636     551,131     161,505  22.7% 
 
 
Comparing hourly earnings by payment system 
  
Comparative measures of average hourly earnings of workers in retail and hospitality 
are affected by four factors specific to those industries. 
 
Lowest paid industries 
 
First, these are the two lowest paid industries in the country and the state.  As shown 
in Table 15, in both Victoria and nationally, average hourly earnings in these 
industries in May 2006 was around $18 per hour, whereas the next lowest paid 
industry averages $23 per hour and the all-industry average is around $25 per hour.  
Retail trade hourly earnings average only 73 per cent of Victorian average hourly 
earnings, and for accommodation, cafes and restaurants the figure is just 74 per 
cent.  This reflects, amongst other things, the low bargaining power of employees in 
those industries, as a result of low union density and high rates of casualisation.   
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Table 15 Average hourly earnings by industry, non-managerial employees, Victoria 
and Australia, May 2006 
 Australia Australia Victoria 
 2004 2006 2006 
B Mining 34.90 37.40 36.00 
D Electricity, gas and water supply 29.80 33.10 32.00 
J Communication services 25.60 30.40 30.80 
N Education 26.70 30.20 28.10 
K Finance and insurance 26.00 28.70 28.80 
M Government administration and defence 24.70 27.10 26.50 
O Health and community services 24.10 26.40 27.50 
I Transport and storage 22.30 25.70 24.30 
E Construction 22.80 25.30 25.70 
L Property and business services 22.80 25.20 25.70 
C Manufacturing 22.20 24.30 24.30 
Q Personal and other services 22.10 23.80 24.00 
P Cultural and recreational services 22.50 23.60 25.20 
F Wholesale trade 21.10 23.40 22.50 
H Accommodation, cafés and restaurants 17.00 18.30 18.20 
G Retail trade 16.30 17.80 17.90 
T-All industries 22.50 24.90 24.60 
Source: ABS Cat 6306.0, unpublished data 
 
Exemption clauses 
 
Second, average earnings of collective agreement employees in retail trade are 
depressed by the operation of ‘exemption’ clauses, as discussed above.  Employees 
earning above certain thresholds are exempted from the coverage of collective 
agreements.  As a result, average earnings of employees under collective 
agreements in retail trade are relatively low, in relation to the all-industry average.  
This is shown in Table 16.  Whereas on average, employees in retail trade earn 72 
per cent of national average hourly earnings, those on collective agreements earn 
only 58 per cent of the average for employees on collective agreements across all 
industries, because higher wage workers are excluded from collective agreements.   
 
Table 16 Average hourly earnings in retail trade and comparison with all-
industries average, employees on collective agreements and all employees, 2004 and 
2006. 
  Australia, 2004 Australia, 2006 Victoria 2006 
  CAs 
all 
employees CAs 
all 
employees CAs 
all 
employees
average hourly earnings      
G Retail trade males 15.50 16.90 16.30 18.90 16.60 18.50 
 females 14.80 15.80 15.50 16.60 15.80 17.10 
 total 15.10 16.30 15.80 17.80 16.10 17.90 
All industries males 25.80 23.70 28.70 26.40 28.60 25.90 
 females 23.30 21.20 25.70 23.20 25.20 23.00 
 total 24.60 22.50 27.30 24.90 26.90 24.60 
ratio industry/national average earnings    
G Retail trade males 60.1% 71.3% 56.8% 71.6% 58.0% 71.4% 
 females 63.5% 74.5% 60.3% 71.6% 62.7% 74.3% 
 total 61.4% 72.4% 57.9% 71.5% 59.9% 72.8% 
Source: ABS Cat 6306.0, unpublished data 
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Non-union collective agreements 
 
Critically, and very unfortunately, the ABS does not differentiate between union and 
non-union collective agreements.  So the third factor affecting earnings figures in 
these industries is that the growth of non-union collective agreements in hospitality 
has depressed hourly earnings in collective agreements in hospitality in particular.  
As mentioned non-union ECAs accounted for over three fifths of WC collective 
agreement employees in hospitality by 2007.  Whereas average hourly earnings in 
accommodation, cafes and restaurants as a whole were 74 per cent of average 
earnings for all industries, workers on collective agreements in the industry had 
average earnings only 65 per cent of the national average for workers on collective 
agreements in May 2006 (Table 17).  Hourly earnings in collective agreements 
appeared to fall slightly between 2004 and 2006, perhaps because of the impact of 
an increasing share of non-union collective agreements.  Data from the Department 
of Employment and Workplace Relations (DEWR) indicate that the average 
annualised wage increase within current collective agreements in accommodation, 
cafes and restaurants was 3.3 per cent a year.11  While this was the lowest increase 
in any industry, it obviously does not explain why the ABS data imply a fall.  It is 
possible that the 2006 ABS figures underestimate collective agreement wages in the 
industry, as the fall in hourly wages is not large enough to be statistically significant.  
If there really was a fall in hourly earnings under collective agreements in the 
industry, it could only be explained by the growing importance of non-union collective 
agreements there. 
 
Table 17 Average hourly earnings in hospitality and comparison with all-industries 
average, employees on collective agreements and all employees, 2004 and 2006. 
  Australia, 2004 Australia, 2006 Victoria 2006 
  CAs 
all 
employees CAs 
all 
employees CAs 
all 
employees
average hourly earnings      
males 18.60 17.30 18.30 18.40 21.00 19.00 
females 17.30 16.70 17.10 18.30 19.60 17.60 
H Accommodation, 
cafés and 
restaurants total 17.90 17.00 17.70 18.30 20.30 18.20 
All industries males 25.80 23.70 28.70 26.40 28.60 25.90 
 females 23.30 21.20 25.70 23.20 25.20 23.00 
 total 24.60 22.50 27.30 24.90 26.90 24.60 
ratio industry/national average earnings    
 males 72.1% 73.0% 63.8% 69.7% 73.4% 73.4% 
 females 74.2% 78.8% 66.5% 78.9% 77.8% 76.5% 
 total 72.8% 75.6% 64.8% 73.5% 75.5% 74.0% 
Source: ABS Cat 6306.0, unpublished data 
 
 
Since their introduction, non-union collective agreements have consistently displayed 
a lower rate of earnings growth than union collective agreements.12  Non-union 
                                                 
11 D. Peetz, Assessing the Impact of WorkChoices - One Year On, Industrial Relations Victoria, Department of 
Innovation, Industry and Regional Development, Melbourne, March 2007. using data from Department of 
Employment and Workplace Relations, Wage Trends in Enterprise Bargaining, DEWR, Canberra, September 
quarter and previous editions 2006. 
12 Peetz, Assessing the Impact of WorkChoices. 
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collective agreements are especially likely to use reductions in penalty rates for night 
and weekend work to reduce hourly earnings. An illustration of this is provided by the 
consultant mentioned earlier who devised an integrated AWA-non-union collective 
agreement strategy to cut costs in a hotel chain.  A chart from his website, comparing 
hourly wage rates under the award and the non-union ECA implemented in the hotel, 
indicating in particular the loss of weekend penalty rates, is at Figure 38. 
 
Figure 38 Comparison of hourly earnings under non-union employee collective 
agreement and relevant award, Hotel 
 
Source: Enterprise Initiatives web site, http://www.ei.net.au/index.php?q=case_studies&case_id=16, 
accessed 19 April 2007. 
 
Another chart provided by the same consultant, this time relating to a Victorian retail 
trade establishment, shows how a combined AWA and non-union collective 
agreement strategy could deliver a lower hourly wage than the comparison union 
collective agreement, that the shortfall was largest for weekends, and that the 
shortfall widened over time as wage increases built into the union collective 
agreement were frozen out of the non-union collective agreement and AWA (Figure 
39). 
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Figure 39 Comparison of MGAV union collective agreement and non-union 
collective agreement, Victorian supermarket, 2005-2008 
 
Source: Enterprise Initiatives web site, http://www.ei.net.au/index.php?q=case_studies&case_id=30, 
accessed 23 April 2007. 
 
The wholesale abolition of penalty rates without compensation only became possible 
under WorkChoices.  Prior to this, the ‘no disadvantage’ test, in principle at least, 
required compensation for lost award conditions.  Most non-union collective 
agreements (and AWAs) in place in May 2006, at the time the ABS survey was 
undertaken, would have been formalised under the pre-WorkChoices rules.  Hence 
the ABS data presented here will understate the degree of downward pressure on 
wages in both (non-union) collective agreements and AWAs under most of 
WorkChoices.  (Note that, in response to widespread reaction against the loss of 
conditions under WorkChoices, the federal Government introduced a ‘fairness test’ in 
May 2007, which has some similarities to the former ‘no disadvantage’ test but is 
weaker. The ‘fairness test’ only relates to seven ‘protected award conditions’. Hence, 
it requires no compensation if an AWA removes or reduces entitlements to 
redundancy pay, notice of termination, superannuation or long service leave. In 
addition, the subjective nature of the test – Parliament explicitly rejected an 
amendment that the test ensure that employees be fully compensated for loss of 
entitlements13 – allows considerable scope for variations over time in the strictness 
with which the test is applied.) 
 
                                                 
13  Senate Journals, Workplace Relations Amendment (A Stronger Safety Net) Bill 2007, 19 June, 2007. 
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High award coverage 
 
The fourth factor affecting wages in hospitality in particular is the high rate of award 
coverage.  As mentioned, accommodation, cafes and restaurants is the only industry 
in which a majority of workers are covered by awards.  This means that hospitality is 
really the only industry in which average award wages paid are reasonably reflective 
of average award rates.   
 
Why is this?  Award-reliant employees are, virtually by definition, individuals with the 
least bargaining power. They have been unable to negotiate a higher rate of pay than 
that applying under the award through either individual or collective bargaining. They 
are likely therefore to be in labour markets where labour shortages are not apparent. 
Over 90 per cent of award-reliant employees are earning below the average hourly 
earnings of non-managerial employees. In most industries, comparisons of the 
earnings of award-reliant employees and other employees may not show the effect of 
collective or individual bargaining on wages compared to what the same people 
would have received under the award, because the award-reliant group does not 
constitute a representative control group. These comparisons will be distorted by the 
fact that award-reliant employees are those at the bottom of the bargaining chain, 
and the distortion will be bigger when award employees constitute a smaller 
proportion of the workforce.  This can be illustrated this most clearly by looking at the 
occupational group tradespersons.  Few tradespersons are on awards, and those 
who remain are in low trades classifications.  On average, tradespersons and related 
workers earn 20 per cent more than labourers and related workers.  We also know 
that, in awards, trades employees receive higher pay than labourers. But amongst 
award-reliant employees, tradespersons and related workers earn 10 per cent less 
than labourers and related workers. This distortion is because of the skewing of 
award-reliant tradespersons and related workers to the bottom end of the award 
scale, which is not representative of the overall trades structure in awards. Some 47 
per cent of employees on registered individual contracts (almost all of whom are on 
AWAs) are casual employees, so in many ways comparing CA or AWA hourly rates 
with award hourly pay rates is really comparing employees in highly paid jobs with 
casual employees on low classifications.   
 
It means that, in most industries and in aggregate, comparisons between award-
reliant workers and workers on agreements are of little value in telling us about the 
effects of agreements on pay.  In hospitality, however, where the majority of 
employees are reliant on the award, the average wage of award-reliant employees is 
much more likely to be reflective of the average award rates that prevail in the 
industry.  The inadequacy of average award wages as an indicator of award rates in 
other industries is illustrated by the fact that average wages of award-reliant workers 
are below those of hospitality in seven industries out of sixteen: manufacturing, 
property and business services, communications, wholesale trade, personal and 
other services, construction and retail trade – even though we have no reason to 
believe that award rates of pay in those industries would be below those prevailing in 
hospitality.  
 
 54
Implications for comparisons 
 
The above considerations, taken together, have the following implications: 
 
 average earnings on collective agreements in both retail and hospitality will be 
distorted downwards – in the case of retail trade, by the operation of 
exemption clauses, and in the case of hospitality, by the high rate of non-union 
collective agreement making.  Comparisons of AWAs and collective 
agreements in retailing and hospitality, therefore, will be of little use in showing 
the relative position of workers under union and non-union wage bargaining 
systems, while the failure of the ABS to differentiate between union and non-
union collective agreements makes the earnings data on collective 
agreements of little value for this project; 
 average earnings of award-reliant employees in retail trade will be distorted 
downwards, by the tendency for award-reliant employees to be at the bottom 
of the bargaining chain with the weakest position in the labour market, 
protected mainly by the external regulation provided by awards.  Hence they 
are not a good indicator of average award rates in the industry; 
 however, average earnings of award-reliant workers in hospitality will be a 
good indicator of average award rates prevailing in the industry, as the 
majority of the industry’s employees are reliant on awards; 
 hence a comparison of wages of workers on AWAs and workers reliant on 
awards in hospitality will be a reasonable indication of the relative position of 
AWAs and the award rates that AWAs are meant to be compared with.  
Certainly, this will provide a better comparison between AWAs and award 
rates than will be provided by any other industry, or would be provided by 
aggregate level data; 
 comparisons of wages of workers under AWAs with award-reliant workers will 
be most useful for indicating the outcomes for lower paid workers, as 
hospitality is one of the two lowest paid industries in the state and the country. 
However, there are still some caveats.  In particular, all the wage data we have 
access to for this exercise are expressed as averages. Averages can be biased by 
the inclusion of a small number of observations with very high earnings. As AWAs 
contain a higher proportion of very high earners than CAs, this produces upwardly 
biased estimates of the relative earnings of AWA employees. A more representative 
indicator of the situation of the ‘typical’ worker would be provided by median 
earnings, but these data have not been obtained for this project and would in many 
cases not be released.   
The limitations of average data are shown in Table 18 below, which looks at changes 
in the aggregate distribution of hourly earnings of non-managerial employees.  It 
does not include industry-specific data but it is worth remembering that most 
employees in retail and hospitality would be in the bottom half of the earnings 
distribution.  The table shows hourly earnings at the various declines, ranging from 
the 10th decile (the person at the top of the lowest paid 10 per cent of employees) 
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and the 90th decile (the person at the beginning of the highest paid 10 per cent of 
employees).  It indicates that:  
 in 2006, the hourly earnings of the typical employee, represented by median 
earnings, were 16 per cent below average hourly earnings; 
 the wage increases obtained between 2004 and 2006 were proportionately 
higher for high income earners than for low income earners, leading to an 
increase in inequality; 
 growth in average earnings was a poor indicator of  what happened to most 
employees, with nearly three quarters of workers appearing to receive a 
smaller wage increase than the increase in ‘average’ earnings.  For the lowest 
paid workers, real wages were almost stagnant, with workers the tenth 
percentile receiving only a 0.25 per cent annual real wage increase; 
 growth in average earnings was accordingly a poor indicator of what 
happened to the typical worker.  The real earnings of the median worker rose 
by only half of the recorded increase in ‘average’ earnings. 
Table 18 – Distribution of hourly earnings, 2004 and 2006 
Decile 
hourly 
earnings, 
May 2004 
hourly 
earnings, 
May 2006 
nominal total wage 
increase 
average annual 
real wage increase 
10 $13.30 $14.30 7.5% 0.25% 
20 $15.10 $16.40 8.6% 0.76% 
25 $15.80 $17.20 8.9% 0.88% 
30 $16.50 $17.90 8.5% 0.70% 
40 $17.80 $19.40 9.0% 0.94% 
50  (median) $19.30 $21.00 8.8% 0.85% 
60 $21.30 $23.30 9.4% 1.12% 
70 $24.10 $26.50 10.0% 1.38% 
75 $25.80 $28.70 11.2% 1.97% 
80 $28.00 $31.10 11.1% 1.90% 
90 $34.10 $38.00 11.4% 2.06% 
average $22.50 $24.90 10.7% 1.71% 
 Source: ABS Cat 6306.0, unpublished data 
The failure of real average earnings figures to represent the experience of most 
workers needs to be taken into account when interpreting claims about growth in real 
earnings.  Other measures of average earnings – the labour price index and the 
average weekly earnings survey are distorted even further by the inclusion of 
managerial employees, including CEOs, whose pay has been increasing at well 
above the rate for ordinary workers.  The national accounts measure of earnings – 
not generally used as an indicator of employee welfare, though widely cited by the 
federal government – even includes directors’ fees and fringe benefits. 
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Comparing AWAs and award earnings in retail and hospitality 
Unpublished data on average hourly earnings of non-managerial workers on awards 
and AWAs in retail trade and hospitality are shown in Table 19.  National data for 
both 2004 and 2006 are shown, plus Victorian estimates for 2006.   
 
As discussed above, the most useful comparisons are in hospitality, because there 
awards determine the wages of the majority of employees, and hence average award 
wages are fairly representative of average award rates of pay.  In retail trade, where 
fewer people are covered by awards, average award wages are 11 to 17 per cent 
lower than in hospitality, reflecting the fact that many of the higher paid workers in 
retail trade are on above-award rates of pay, and indeed are often excluded from the 
award by the operation of exemption clauses.   
 
We see that, in accommodation cafes and restaurants, average AWA earnings 
nationally were 1.6 per cent below average earnings of workers reliant on the award 
minimum.  This AWA wage deficit is of questionable statistical significance but our 
confidence in it is increased by the fact that almost the same deficit - 1.8 per cent - 
was recorded in 2004.   
 
In Victoria, the deficit for AWA workers, compared to those reliant on the award 
minimum, was 5.3 per cent in 2006.  
 
One very notable aspect is that, in all cases, the deficit for women in hospitality was 
greater than the deficit for men.  Hence nationally, in 2004, the deficit for women on 
AWAs was 3.6 per cent, whereas average wages were the same amongst men for 
AWAs and award-reliant workers.  In 2006 women on AWAs received 6.5 per cent 
below the average for women reliant on the award minimum, whereas men on AWAs 
received 3.3 per cent above the average for men reliant on the award minimum.   
 
In Victoria, women on AWAs received an average 17.2 per cent below the average 
for women reliant on the award minimum, while men on AWAs received just 2.1 per 
cent below the average for men reliant on the award minimum. 
 
This is consistent with the proposition, evidenced elsewhere,14 that AWAs are used 
for cost-cutting, and indeed can produce outcomes below award rates. 
 
As expected, given the impact that exemption clauses and minority award coverage 
have on average award-reliant earnings in retail trade, on average AWA workers 
were paid more than workers who were reliant solely on the award minimum.  This 
does not mean that AWAs paid higher than the relevant award rate, as for reasons 
stated above the average award rate for comparable AWA workers would be higher 
than the average earnings of workers reliant on the award minimum – unfortunately, 
we do not know by how much.     
 
It is interesting to note, again, how women on AWAs do worse than men.  Indeed, in 
2004 retail trade women on AWAs nationally were estimated to be receiving 9.9 per 
cent less than women reliant on the award minimum, despite the impact of the 
                                                 
14 D. Peetz and A. Preston, AWAs, Collective Agreements And Earnings: Beneath the Aggregate Data Industrial 
Relations Victoria, Department Of Innovation, Industry And Regional Development, Melbourne, July 2007. 
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exemption clause on average award earnings.  We cannot be confident of this 
AWA/award deficit, though, because in 2006 women on AWAs were estimated to be 
receiving 5.1 per cent above those reliant on the award minimum.   But in both cases 
women clearly were worse off than men: in 2006 women on AWAs in retail trade 
nationally earned 17 per cent less than men, while in 2004 the gender gap was 29 
per cent.  In Victoria in 2006, retail trade women on AWAs had the same average 
earnings as women on the award minimum, but earned 8 per cent less per hour than 
retail trade men on AWAs. 
 
Table 19 Average hourly earnings of workers on AWAs and awards in retail and 
hospitality, 2004 and 2006 
   
  Awards AWAs AWA/award 
Australia, May 2004    
G Retail trade males 14.80 19.10 129.1% 
  females 15.10 13.60 90.1% 
  total 15.00 17.50 116.7% 
H Accommodation, cafés and 
restaurants males 16.80 16.80 100.0% 
  females 16.90 16.30 96.4% 
  total 16.90 16.60 98.2% 
Australia, May 2006    
G Retail trade males 15.40 19.70 127.9% 
  females 15.60 16.40 105.1% 
  total 15.50 18.70 120.6% 
H Accommodation, cafés and 
restaurants males 18.20 18.80 103.3% 
  females 18.50 17.30 93.5% 
  total 18.40 18.10 98.4% 
Victoria, May 2006    
G Retail trade males 15.90 16.80 105.7% 
  females 15.50 15.50 100.0% 
  total 15.70 16.10 102.5% 
H Accommodation, cafés and 
restaurants males 19.10 18.70 97.9% 
  females 18.60 15.40 82.8% 
  total 18.70 17.70 94.7% 
 Source: ABS Cat 6306.0, unpublished data 
 
As mentioned, these data were collected in May 2006, before the full effects of the 
abolition of the no-disadvantage test under WorkChoices were felt.  By May 2006, 
only about 7 per cent of live AWAs would have been signed under WorkChoices, the 
remaining 93 per cent would have been signed under the no-disadvantage test.  By 
the end of June 2007, over three quarters of live AWAs would have been signed 
under WorkChoices.  A small proportion – no more than about 12 per cent of live 
AWAs – would have been signed under the ‘fairness test’, so roughly 35 per cent of 
live AWAs in June 2007 would have been affected by either the no-disadvantage test 
or the ‘fairness test’.   Given the high rate at which penalty rates, overtime rates, shift 
allowances and other protected award conditions have been diminished under 
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WorkChoices – in most cases between 80 and 90 per cent of AWAs have reduced or 
removed these protected award conditions15 – we would expect that a comparison 
between AWAs and award wages undertaken in June 2007 would be more 
unfavourable to AWA workers than that shown in these data. 
Overall, these data suggest that workers on AWAs in these low paid industries, 
particularly women, are disadvantaged by the cost cutting associated with AWAs and 
receive low pay relative even to the award minimum.    
 
 
 
 
                                                 
15 ibid. using data from M. Davis, analysis of unreleased OEA data on AWAs May-September 2006, 
unpublished, Sydney, 2007. 
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